This article presents findings from a survey of professional workers in the institutes of technology sector in Ireland regarding work-related stress. The research instrument was based on a work-related stress questionnaire developed by the UK Health and Safety Executive, augmented with a specific subset of questions relevant to the Irish higher education sector. The questionnaire format was modified to enable online delivery. It was distributed to a sample population in 2014 with a response rate over 30% (n=1,131). The research provides baseline data on work-related stress levels experienced by workers in this sector. The results associate increased levels of risk of work-related stress in circumstances of poor consultation, lack of engagement with staff, excessive workload, demanding task with unrealistic deadlines and lack of support provided by management. Low risk levels were associated with peer support and relationships. Good social relations between workers seem to assist in the alleviation of the risk. The results support established research into work-related stress which claims that developing supportive working environments and work cultures can greatly assist in the reduction of risk levels.
Introduction
The World Health Organisation has indicated that work-related stress can have an adverse impact on workers' physical and psychological health, including their well-being. The
European Agency for Safety and Health at Work (2009) research suggests that over 22% of workers in EU countries have reported experiencing work-related stress, at an estimated cost to the economy of over €20,000 million per annum. In the UK recent research (2014) claims that 39% of work-related illness was due to work-related stress, depression and anxiety. The Central Statistics Office Quarterly Household Survey (2012) indicated 16,122
reported cases of work-related stress. Work-related stress is a significant labour force issue which can cause illness within the workforce, decrease economic productivity due to Level3 Issue 13 Dublin Institute of Technology June 2015 2 increased sick-leave absence, and contribute to the pressure on public finances arising for increased use of the public health systems.
The research described in this article was commissioned by the Teachers' Union of Ireland (TUI) to provide baseline data on work-related stress levels experienced by its members who work in the higher education sector. The sample population was confined to the fourteen institutes of technology. According to the Higher Education Authority (HEA) first quarter returns for 2015 there were 4,390.85 whole-time equivalent (WTE) academic staff and 1,002.32 WTE research/project 1 staff in that sector. The research focused on the academic staff who were members of the Union at the time. The research used a recognised standardised questionnaire augmented with specific localising questions to measure levels of work-related stress within a work environment. The research approach was an 'inductive research strategy' (Blaikie 2007, p9) consisting of gathering data, analysing data and the application of inductive logic to ascertain generalisations. The initial focus of the research is 'descriptive' (Robson 1993, p127) , establishing baseline characteristics of the sample population by means of a survey. The method involved administration of an online survey to the sample population. The survey contained both the standardised questionnaire and a separate subset of questions with items of specific interests to the academic staff in the Institutes. The analysis provides an account of the whole sector and a comparison between workplaces/discrete Institutes.
The article is structured into the following components: preliminary literature review of work-related stress; the questionnaire instrument and methods applied; considerations of the response rate; presentation of the findings from the standardised instrument and the third level subset survey.
Work-Related Stress
According to the Labour Force Survey (2015) in Britain 39% (n=487,000) of all work-related illness reported in 2013-2014 was categorised as 'work-related stress, depression or anxiety'. In the same period the total number of working days lost to work-related stress, anxiety or depression was 11.3 million. The occupations that are identified with the employers should carry out risk assessments relating to work-related stress and put in place appropriate measure for prevention. The reports states:
A good employer designs and manages work in a way that avoids common risk factors for stress and prevents as much as possible foreseeable problems. (2004, p11) WHO identify "Organisational Culture", the norms and ways of doing things within a workplace, has a very significant effect on the levels and risks of work-related stress.
Organisational culture develops from managements' organisation of work, processes, practices and procedures. WHO notes employers and trade unions should identify risks and preventive measures stating:
Employers, managers and trade union representatives must therefore become aware of the culture of an organisation, and explore it in relation to the management of work stress. If necessary, these parties must engage in culture change activities as an important aspect of improving the management of stress at work (2004, p25) 
Management Standard Tool for Work-related Stress
The development of the current Health and Safety Executive 'Management Standard Tool for Work-Related Stress' derives from the earlier work of Cox (1993) and his taxonomy approach which focused on 'job content' and 'job context'. This approach lead to explorations of coping styles, demands of the job, and whether a person was fit-for-thejob. The Health and Safety Executive funded several research studies into work-related stress during the 1990s. These lead to the development in 1999 of a standards approach.
The standards approach was informed from quantitative surveys and psychometric tests. 
The Survey Instrument and Method
The survey instrument developed for this study comprised of three components:
(1) an invitation email with an embedded URL link to the survey, (2) an instruction section on how to complete the survey and (3) the survey which had three sections -profile, standardised questions and third-level items.
(1) The invitation email explained the purpose of the survey, noting the reach was initiated by the union to establish the extent of work-related stress in the institutes of technology sector. The email provided an anonymity guarantee. Participants were assured that the tracking setting was switched off and their privacy was protected. The email also notified participants that a reminder email would issue in two weeks.
The duration and closing date of the survey were detailed.
(2) The instruction section provided information on how to record a response to items in the survey. The estimated time to complete the survey was provided. Participants were informed of the number of sector and items within each section. Participants were notified that by submitting the survey they were giving their consent to the researchers to use their response in the analysis of gathered data.
( Other types of more qualitative categories are Kerehner et el (1997) access to email during the survey. This sampling approach is akin to 'convenience sampling' (Robson 1993, p141 ) however, the associated disadvantage regarding representative nature of the findings is greatly mitigated which the targeting of a very high percentage of the whole sample population. The convenience sampling relates specifically to access to email address of the sample population. The response rate target for the survey was set at 30% of the sample population the institute of technology sector although consideration would need to be taken of the percentage margin of error.
The invitation email which contained the URL link to the online survey was distributed on the 28 th November 2014. Two reminders emails were the 8 th December and the 13 th 
Survey Responses
In total, the number of responses to the online survey was n=1,131. distribution of responses per workplace was generally in line with actual union membership sizes. There were some exceptions. A higher number of responses was expected from Waterford IT (7.1%, n=80) this is a relatively large workplace similar in size to Cork IT. Conversely the number of responses from Athlone IT which is a medium size workplace was much higher than expected at 6.9% (n=78). The number of responses from St Angela's was much lower than expected at .45% (n=5), whilst this is a small workplace the number of responses is too-low to make any kind of statistical analysis meaningful.
The target percentage response rate of 30%, including the margin of sample error (5%), was derived from Nulty (2008) The majority of respondents 90%, indicated the employment type as Permanent Wholetime (PWT) and Contract of Indefinite Duration (CID). The Union does not distinguish between these two grades as they both represent permanent contracts of employment.
The rest of the respondents indicated their employment type with their institute is either a Fixed-term 6.5% (n=73) or a Part-time 3.5% (n=40). Within the response group the proportion of permanent employment (PWT/CID) compared to temporary employment (fixed-term/part-time) is 9:1 4 the average proportion ratio for permanency and temporary in the institute of technology sector is 8:2. The response group sample is out-of-line with the Union membership ratio of permanent to temporary in the third-level sector of members is 7:3. Table 5 gives the full details on the employment type of the response group. 4 In some institutes it can be as low as 7.5:2.5. The union is engaged in an active campaign to increase permanency in the sector. Under the Haddington Road Agreement the reference period for a contract of indefinite duration (CID) entitlement was reduced from legislative requirement of 4 years to a reduce period of 3 years. For second level teachers the reference period was reduced to 2 years as recommended by the Ward Report. For third level an Expert Group has been established to report on casualisation and a report is expected in 2015.
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Survey Findings
In this section findings from the survey are presented for the total respondent group. The findings are then disaggregated for each workplace (institute). The findings are presented in two separate parts (1) The rationale for the survey is to establish current baseline data from the sample group as to the level of work-related stress experienced. Annual follow-up surveys will enable comparative analysis and whether work-related stress risks have increased or decreased.
The results are presented as percentage scores on the risk scale for each set of factors within each of the seven Stressors, followed by an analysis of the average means scores of each of the seven stressors. Comparative analysis is presented related to gender, grade 
Results for Factors per Stressor
The Stressor. It should be noted that some Factors are deliberately constructed with a reverse scale, and that this effects the calculation of the average mean score for the Stressor.
Comparative analysis is provided for gender, employment type and grade. Figure 8 provides the means scores as maximum, average and minimum. The risk indicator comprises of an easy guide; Red=Very high, Orange=High, Yellow=Moderate and Green=Very low. The average means score range for risk indicators is presented in Table 9 .
Risk Indicator Scale Red
(Mean score 0.00 to 1.24) = Very high risk Orange (Mean score 1.25 to 2.49) = High risk Yellow (Mean score 2.50 to 3.74) = Moderate risk Green (Mean score 3.75 to 5.00) = Low risk Yellow (Moderate risk) although there were substantial differences between the minimum, average and maximum mean scores (see figure 8 ).
Figure 8 Mean scores for seven Stressors
The seven stressors disaggregated by gender (male-female) is presented in Figure 9 . There are minimal differences but not enough to place either gender into another risk category. When the stressors are disaggregated by 'grade' (Figure 10 ) there is some difference in total average means scores for Stressors: Role, Relationships, Peer Support and Demand, although in the main, the differences were not enough for reclassification into another indicator band. There is evidence of more divergence between 'grades' in the remaining The disaggregated data for the stressor Managers' Support is presented in Figure 14 . All but one workplace indicated Yellow band (Moderate risk), Limerick reported Orange (High risk, 2.4).
Figure 14 Comparison of means scores Stressor Managers support by all workplaces
When data is disaggregated for stressor Peer Support (see figure 15 ) all workplaces indicated Yellow (Moderate risk). Carlow indicated a weak Moderate risk at 2.71, whilst
Tallaght indicated a strong Moderate risk at 2.63. The Stressor that registers the highest risk factor was 'Change'. This incorporates the lack of consultation, lack of input into decisions and lack of clarity about changing work practices. To reduce the risk factor employers would have to engage in a more active consultation processes with workers, seeking their involvement and participation in decision-making and the change process. The Stressor 'Demand' registered moderate risk, this includes factors associated with work tasks, deadlines and pressure to get work done.
To reduce the risk level employers would have to put in place measures providing for reasonable deadlines and times to achieve tasks, reduce unrealistic requirements to work long hours arising from excessive workloads and provide for sufficient break and restperiods. The stressor Managers' Support registered moderate risk. This factor includes items such as feedback, encouragement, support, and understanding. To reduce the level of risk, managers could utilise a more collegial style of engagement appropriate for higher education, improve listening skills, and provide constructive feedback and encouragement.
The stressor Control also registered moderate risk, this factor included items relating to 
Third-level Factors
This section focuses on items relevant to the institutes of technology sector and seeks to gain a baseline information relating to work-related stress levels associated with each item. Figure 19 shows the percentage scores for the total sample group for the fourteen items.
Respondents reported the 'Flex hours' 5 as the highest stress factor at 38%, Very High risk Respondents also, seem to be concerned by their institutes' decision-making processes and its failure to provide opportunities for them to contribute to decision making. factor then teaching and research. In terms of the academic work process however, these three factors have a complex and inter-related relationship: increased demand on time in one factor leaves less time allocation to the others. The increased demand on administrative duties deviates from the substantive roles of teaching and research. This can result in increased work pressure and anxiety levels as academics endeavour to reconcile the competing demands of teaching and research duties by working more hours above what could be considered as reasonable and normal. In order to circumvent this dilemma and reduce the risk factor of experiencing work-related stress, clear time allocation guidelines and protocols need to be agreed. This would reasonably include the pro-rata reduction in the teaching timetable norm in order to allocate more time to other duties.
Figure 19 Responses in percentages for stress levels relating to 3rd level Factors

Conclusion
This is the first work-related stress survey carried out with academic staff working in the From the data it is clear that a large percentage of academic staff consider they are experiencing very high to high levels of risk of work-related stress whilst carrying out their academic work. This requires interventions measures with a view to reduce the levels of work-related stress and the risk factors. It is an obligation of the employer to put in place appropriate and reasonable measures to reduce work-related stress. This type of survey run on an annual basis will provide a measure on the effectiveness of employers' reduction strategies.
Work-related stress is a serious workplace issue which has the potential to cause or contribute to physical illness, psychological illness and which can lead to the onset of, or increase in, harmful behaviours. To reduce work-related stress employers need to provide staff with sufficient information on work-stress, hold awareness events, establish workplace working groups to identify risk factors and put in place proactive measures to uncover work-related stress and develop intervention strategies to reduce it.
It is recommended that academic staff should:
 Inform themselves about the causes of work-related stress.
 Be aware of the potential risk factors associated with work-related stress.
 Note the potential adverse effect work-related stress can have on workers' health and well-being.  If concerned about work-related stress discuss the matter with a colleague.
 If suffering from work-related stress notify the employer.
 If a Union representation or advice on a work-related stress grievance is required, contact either your workplace representative or a workplace officer.
It is recommended that employers  Should work in partnership with trade unions to review existing work-related stress policies.  Should establish and resource a working group consisting of union and management representatives to identify risk and preventative measures.  Should have fit-for-purpose policies in place relating to work-related stress and how to take measures to prevent it. These policies should be reviewed on a regular basis.  Should inform all staff of the work-related stress policies, providing information and advice on the support services which are provided.  Should carry out regular risk assessments of work-related stress within the workplace.
 Should provide prompt assistance to staff suffering from work-related stress, putting measures in place to prevent the work-related stress and reduce risks.  Should have protocols for the immediate intervention at the appropriate level to resolve cases of reported work-related stress.
This research has provided evidence of the levels of work-related stress experienced by academics working in the institute of technology sector in Ireland. The baseline data indicates the Stressors and Factors which require attention, and the onus on employers to develop appropriate intervention strategies with a view to reducing the risks of experiencing work-related stress. An annual work-related stress survey should be administered in order to measure the effectiveness of employers' interventions. Reducing levels of work-related stress will require the proactive engagement of all parties to create a cultural shift to more supportive work processes, practices and organisation.
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